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' Executive Regisiry - 



DEPARTMENT OF DEFENSE 

NATIONAL DEFENSE UNIVERSITY 
WASHINGTON. D.C. 20319 


85^359 


REPLY TO 
ATTENTION OF: 


October 1, 1985 

Personnel and Administration Division 


Honorable William J. Casey 
Director 

Central Intelligence Agency 
Washington, D.C. 20505 

Dear Mr. Casey: 

Each year the National Defense University extends invitations to agencies 
outside Department of Defense to nominate candidates to attend the courses at 
both the National War College and the Industrial College of the Armed 
Forces. This year it is a pleasure to invite you to nominate four candidates 
for the National War College and one candidate for the Industrial College of 
the Armed Forces to attend the course commencing August 4, 1986. 

The U.S. Office of Personnel Management has agreed that completion of the 
10-month resident course at the National War College and the Industrial 
College of the Armed Forces exempts participation in the Executive Development 
Seminar and enables civilian employees to be certified as managerially 
qualified for a Senior Executive Service Appointment. A copy of the Office of 
Personnel Management letter dated July 18, 1984 addressing this exemption is 
enclosed. To assist you in the selection of candidates, I have enclosed an 
extract from the Department of Defense instruction which establishes the 
criteria for selecting Department of Defense civilian employees as students. 

A key part of the learning process at the National Defense University is 
the exchange of ideas, knowledge, and experiences among the military and 
civilian students who represent a variety of agencies and functional 
activities. It is especially important that each nominee considered is a 
career executive who can be expected to continue in Government Service and 
attain future positions of high responsibility. 

To insure that students are identified and curriculum established, there 
are two critical dates: nominations must be received not later than March 15, 
1986; and each nominee must have a final TOP SECRET clearance and have 
initiated a Department of Energy "Q" clearance and a Special Background 
Investigation or equivalent for access to SCI not later than May 1, 1986. We 
also request that each nominee furnish a copy of his/her personal history. 

Please feel free to have your staff contact my Registrar at 475-1996 if 
they have any administrative questions. 
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I am confident that the participation of your personnel in our program 
will be mutually beneficial. 

Respectfully, 



Lieutenant General, U. S. Army 
President 


Enclosures 
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1430.5 (Enel 3) 
Jun 26, 78 


CRITERIA FOR SELECTION OF CIVILIAN EMPLOYEES OF 
THE DEPARTMENT OF DEFENSE FOR ATTENDANCE AT 
THE JOINT COLLEGES 


1. The opportunity of having civilian employees attending the joint college 
affords the Department of Defense another means of assuring that key civilian 
personnel are properly equipped to carry out responsible duties in the 
Department. It is important that the necessary time and attention, including 
the endorsement of the candidate by a high-level committee, be devoted to the 
selection of nominees for this purpose, if the Department is to take full 
advantage of this opportunity. In the selection, the following criteria will 
be observed. 

a. The employee must have an appointment without time limitation and 
must have competitive status if employed in the competitive service; 

b. The employee selected for the National War College or the Industrial 
College of the Armed Forces must occupy a position in grade GS-15 or above. 

In a few instances, employees in grade GS-14, who have demonstrated an 
exceptionally high potential for advancement, may be considered for 
selection. The employee selected for the Armed Forces Staff College must 
occupy a position in grade GS-12 or above; 

c. The employee must have demonstrated a potential for higher level of 
responsibilities in the DoD; 

d. The employee must have arrived at a point in his career development 
where the specific educational opportunity offered by each of the colleges is 
appropriate and desirable for his future development within DoD. Careful 
consideration should be given to the employee’s probable future assignments 
and responsibilities and a judgment made concerning the applicability of the 
college's program to his development; 

e. Because of the extremely broad scope of the college courses, 
employees nominated should have demonstrated a capacity to adjust themselves 
readily to a variety of substantial fields, to master complex subject matter 
quickly, to appreciate the problems and understand the implications involved 
in economic, political, technological, administrative, and military planning; 

f. One of the learning techniques used by the colleges is small group 
activity. Employees nominated for attendance at one of the colleges should, 
therefore, have demonstrated an adaptability for work in small groups as an 
approach to the educational process; 

g. The employee should possess the educational background, maturity, and 
poise to meet on an equal footing with the other military students (Army, Air 
Force, and Marine Colonels and Lieutenant Colonels, and Navy Captains and 
Commanders at the National War College and the Industrial College of the Armed 
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Forces; Army and Marine Corps Lieutenant Colonels and Majors, Air Force 
Majors, and Navy Lieutenant Commanders at the Armed Forces Staff College). 

h. The employee must have or be able to obtain clearance for access to 
Top Secret information. 

i. The employee must desire to attend the college. 

j. In order for the DoD to profit by the investment in personnel who 
take a course at one of the colleges, only employees who are expected to be 
available for further service in the DoD upon completion of the course should 
be nominated. Therefore, an employee nominated for the course must be 
willing, if selected, to agree to remain with the DoD for a minimum period of 
3 years upon completion of the course, or for such a portion of this 3-year 
period as his services may be required. 

2. Deviations from these criteria may be made only in exceptional cases if it 
is considered to be in the best interests if the DoD, and then only upon 
approval of the Head of the DoD Component concerned, or his designee for this 
purpose . 

3. In addition to meeting the criteria in 1 above, employees nominated for 
The National War College should hold a position or be earmarked for one in 
which the political military affairs curriculum of The National War College is 
relevant. While specialists in technical or scientific matters are eligible, 
experience has shown that such persons also must have a strong background in 
the matters which are covered in depth in the curriculum. These include such 
national security fields as: International Affairs, the relation of military 
policy to foreign policy, the decision-making process, the US domestic 
environment, US strategy, plus an array of elective courses relating to US 
national security issues. The employee must have a broadly based educational 
background and be intellectually capable of future senior level assignments in 
planning, intelligence, and other joint activities, of the DoD, National 
Security Council, Department of State, USIA, AID, ISA, CIA NSA, and other 
national security-oriented agencies. The National War College program 
requires a high degree of participation (oral and written) on national 
security related topics. 

4. In addition to meeting the criteria in 1 above, employees nominated for 
the Industrial College of the Armed Forces must hold a position, or have been 
selected for a later assignment to a position, which entails considerable 
decision-making responsibility in the management of national security 
resources, including the related economic, social, political, environmental, 
technological, administrative and military factors. Further, the employee's 
position should be one requiring an understanding in depth of the principles, 
policies, operations, and organizations involved in national and international 
security affairs. 
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Federal Personnel Manual System 

FPM Letter 412-4 

SUBJECT: Executive , Management, end Supervisory Development 

* FPM Letters 920-?-* -3, -7, *9, -11, -12, -13, end -15 -• 
ere 'superseded. 

Head* oi Department and Jndependeni Establishments 


Pubit^Hfri m ad^ar.ft 
oi inc()fDOfd’'or in fPv 

Chapter 412 
RETAIN UNTIl SUPERSEDED 

Washington. D C 204i : 

July 16. 19:. 



1. Since the psssege of the Civil Service Refora Act of 1978, many PPM letters 
end bulletins pertaining to executive and aanageaent development have been issued. 
A separate FPM chapter devoted solely to supervisory development has also been 
leaned. To clarify and consolidate the pest FPM" Issuances on executive and manage- 
amt development, as well as to reflect the natural prograaalon from supervisory 

,ri development through managerial and executive development, 0PM -has produced a new 
FPM Cteptax 412 on Executive, Management, and Supervisory Development. 

2. The purpose of this letter is to 'transmit the revised chapter end to clarify 
which FPM bulletins andlmtters regarding executive end nenegement development are 
obsolete (see attachment 1). This letter also rescinds PPM Chapter 411 von Super- 
visory Development. 

3. The now chapter emphasises how establishing a systematic process for developing 
. executives., managers, end mbpervieors Is Important to the goal of achieving the 

>' .-moat effective mod -.efficient Government possible. In developing the new. chapter, 
■>.. x- provisions/ were ^Included "to either incorpora te or address the Grace Commission's 
- recommends tibmm -on .training and development wervices. 

: 4. These, arse;. tachnicelly no-major policy changes, -'but rather a refocusing to make 

ORl* s inldsnee -dearer end no re cwheslv*. There is no change to Pert 412 of 
*: ;-..f title. 5, Code of Tedetal Regulations. 

5. Previous EPM issuances had required SES Candidate Development Program partici- 
pants to attend 0PM' a Executive Development Seminar unless specifically exempted. 
The new chapter requires participants to attend a current, formal, interagency, 
executive-level training experience approve-' by 0PM. The Executive Development 
Seminar is only one of : several' programs that now may be used to satisfy this re- 

. qulrement. Attachment 2 contains 'the .complete list of programs currently approved 
by 0PM. 

6. Changes In the provisions for SES Candidate Development Programs may have an 
effect on current program participants (principally in the areas of exemptions to 
the requirement for attending the Executive Development Seminar end of length of 
certification following completion of the program). In such instances, current 


Inquiries:. Office of Training end Development, Workforce Effectiveness and 
Development Group (202) 254-7086 

Code: 412 - Executive Development 

Distribution: PPM 
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mpu participant! hivi tha option of complying with althar tha prawloualy laauad requirements or 
■. the M»ram>teMaati lodlelduala an tar log a SCS Candida ta Development Program following . the 
<*ffmcti«» data «f-ifcfa lattaxauat comply with tha now requirements. 

. .;7. * copymf thr amyichaptarle-mttaghad. (at tach m en t 3) . 



taMlfl l. Devtee 
Dirac tor 


Attachments 
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Attachment l to F?1 Letter 412-4 


The 

To 


TUi »KI l.tur nat«*l MvttU PM l" W« «0 **■'“« 7 ■**”***’: 

thru pwloui PM l.tur. 1" tU ‘U «Jl.i ' ■-« .“Tuiru « iop.r',.,1.4 

rw““.u\u ...... *.«* . * 

with executive, management,. and supervisory development. 


FtH Letter 

920-2 

920-3 

920-6 

920-7 

920-9 

• 920-11 
• 920-12 
92 >13 
92015 


Subject 

Monitoring Executive end Management Program Plans 

Merit Stef fiax for SES Candidate Development Progress „ , 

Criteria forExceptlons to Attendance et 0PM* e Executive Development >emlnxr 
Discontinuance of Advene. Quellf Icetlon Review Hoerd Certification for the 
SES based on Oeoonetrsted Executive Experience . _ s 

Requirements for Qualification Review Board Review of graduates of SEo 

Candidate Deavelopment Programs _ „ 

tonVtorlnK Executive «md Management Development Programs Finns FY l 3- 

3SSS f.r^“ra«P » CtTpl.tloh rf-0W‘ * ■Eh.cutl*. •Oev.lop.tht Ul.h 

Continuing Development of Senior Executives 
Management Development 


* 12-1 

* 12-2 

412-3 


S nldallne a -for Executive Development in the Federal Service 
-Executive end Management Development 

Selecting Participants ^ Executive Development Programs 


ms Bnlletln 


’ 412-1 
412-2 
412-3 
41 2-4 
412-5 


Subject • 

SES Qendidete Development Programs 


-Report of Txacitlve and Management Da»mlDpnent»*ctlwitims 
Proponed Regulations on Executive Development 
Relocation of' Berkeley Executive Seminar Center 
Final Regulations on Executive end Management Development 
Executive end Management Development 
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' . Subsection >-2bt2) of -tha w Wt Cha-ptot •ill'-eaqalra -participant* tn a - SIS Candidate ftasolopnant 
.r- frogtao. to :ybrttelpa®t‘ in a currant,- iforasl^liifcacafaticy*.’ axocatiaa-laval training axparlanaa 
approved by 0PM. tha training yxparlsncas currantlyapprovai by OPM ara: 

tha SaaCmtlaaDovalopMont Sanlnar of farad by OPN, 

. -_■» r tho regular prograa of tha National War Coliaga , 

— tha ragular prograa of tha Industrial Collaga of tba Araad Foccaa, 

tha Contaaporary Exacutiva Davalopaant saalnar at tha Gaorga Washington 
Ontvarslty, ■ '/ '* ' 

fha r ty laiaalal Kro«raaat tte 4avkaa Jaint*lty« 

v v _ tha 13-yaak Sanla* Yicaeattaa.' Tallow* Prograa at Harvard Ontaaralty* a 
Kanaady School ofGovarnaant, and 

- — -.-tha~*-wah. Sanioc-lxh ctttiea gdacattoO-Profraa of OPM* a Tadtral faacutlao 
Tnstltuta (bat only «haa prior or It ton agrdfcaant has baan aada with tha 
' ' ' /1-Ittatituta staff that tha prograa la to satisfy tha caquir scant of 
subsaetlon 3-2b(2)). 
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FP1 CiUPTcK 412 

SUBCHAPTER l. EXECUTIVE, MANASE'IE'JT, A10 SUPEH/I^Olt. DEVELOPME*! “OLICIES 
H, Executive. Management, end Supervisory (E-M-S) Development . 

Tftfroughout the Bsderel-* government, sdrvlqg the public interest requires management excellence 
managerial bmhevlor -that retults In the successful implementation of ngeacy policies ind progrsms 
■ - txec utatses, managers, end supervisors fcouBtltuta the management team in Federal agencies. *ieln- 
tsinlhg the quality end efficiency of Federal programs depends on the responsiveness of an agency's 
nenegemen t teem, since its members direct the agency’s employees who edminister those progress. 
Achieving end sustaining aansgement excellence within e management teem requires that an agency 
ensure approptiat* levels of expertise .among its managers through management development, which 
’ "'rspolal set 'thnit the competencies required of . successful managers are generally distinctive and may 
■ m>t have been acquired in the'C ire urns tances mt a specialized career* or technical occupation. . 

Purpose of Development . E-M-S development is.- a. systematic procsss whtfsby executives, 
..menaces*. And supervisors achieve management - excellence by mastering the competencies that will 
illosThtlr organizations to improve-'mffectiveness and efficiency while responding flexibly to ne j 
demands The development of executives, aSnageTS^ end supervisors is not a remedial process but a 
positive strategy tardacreosa excell ence in government. 

• h.- ttroagment me e Profession . The vast majority of managerial positions ere filled by men 
\ ,'-ead woaom selected because of technical quail ficatVona, demonstrated In a specialized profession or' 
"--vmrest fWM* ^T1»« nature of managerial, competencies, hovevet.establls-has management as a distinct 
meconii prnfadsfen for ehieh the technical cco a p e tenc idm of the first profession become collateral. 
vw ^bsgai tel rate must be- prepared for With Careful deliberation and analysis. Recognition of 
-—.'"the need for additional preparation In this "second career" is the basis for the required probe- 
tlonary period for newly ^ appointed supervisors- end managers in the competitive service, and the 
tt^ulnsiQtt to develop hsmbera of sod candidates for the Senior Executive Service (SES). 

1-2. Legal and Regulatory Baals . 

Policy end practice in the area of E-M-S development are grounded in e synthesis of three 
i. separata but complaint ary areas jat statute and mpgulatibn concerning training, probationary periods, 

- > mad mane gmment development, 

jiu pervlsory Training . 5 USC 4103 requires agency heeds to 
establish training programs to increase economy end efficiency in the operation of the agency and 
to raise the standards of employees’ performance of their official duties to the maximum possible 
level of proficiency. More specif icslly, 5 CFR *410.201 requires agencies to review short- end 
Long-term training program meeds by ©ecopationn organizations, or other appropriate groups, in 
agency’s management team of its executives, managers, and supervisors represents one such group or 
occupation for whom ‘these standards of performance and training needs must be addressed. 
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Attachment 3 to F?:i Letter 412-4 (4) 


-ft. Probationary Period for Supervisors and Managers In the Competitive Service . With the elm 
I of providing for- -good .administration of the Federal government, 5 USC 3321. establishes m- mandate 

i iot a period of probation before Initial -appolntswnt^as m-supmrvieor or manege r lin the competitive 

aervlcm , becomes rfloml. ,UPM takes this to>mean Xhat' agencies have an obligation to consider the 
I *, competeac lea end possible development needs of newly appointed supervisors and aanagers daring this 

t .trial: period. 

u: . ,'***'- * mn»g w ment Development . Under 5 USC 3393(e)(2) and 3396, agendas with SES positions must 

I establish programs for the development of candidates for and Incumbent members of the SES; 5 USC 3397 

f- authorises OFh to prescribe regulatory guidance for these progress. Under 5 USC 4118, OPM has the 

' responsibility to lesue regulations containingthe prlnctples, standards, and related requirements 

f .. . - : ^o* agency . training programs. Conmie tent ..with these statutory authorities and obligations, 3 CFR 
js- - 7 : #mx*r-4L3 raqulias apaein to e st a b lish amacatlve and ■ aaa g em e n t. development • programs to Identify 

j . aad address the devalopment needs of their: management teams,, and. provides -criteria for those 
' •' programs. 

j . H. Program Coverage and t>af lnttlona . 

^ - to define the .target groups for E-M-S development programs adequately, two sets of criteria 

I should be considered: one is based, on the level of management responslbill time and the other on 

^ eategories of managers at each level. 

e. Laval of Management . Managers at different o r gani sational levels era designated as execu- 

I v -. . *!*••. managers,. ,*nd. eupscvisora, ,conaiateat mi tit other aeme-of those tens by OPM. Distinctions 

^ bm*»ssn.lsvsls .a«s. mede: aost xlsa 4 rly. inter**- of differeams la the sabetence of jobs at each 

^ ATh* . t**' at. higher levels* Job duties «ad requirements shenge la scope end breadth and not 

i , . " ' - fm , tbeix Intensity nr technical' subject natter. Thus, ' if ~e person m o v es froa supervising 

r * three people to. supervising - thirty, but tha Job still requires only a narrow focus on lmedlate 

K- work unit production, the pereon is still considered a supervisor. 

(1)- Criteria for defining executive positions are set forth In 5 USC 3132(a)(2). The 
duties and responsibilities of such positions must bm classifiable above the 6S/CM- 15 
r level. 

■ (2) Manager lei end supervisory positions are defined in accordance with the Supervisory 
, . , . . Crede-Eveluetlro Guide published by OPH. Those definitions can also b*fona7~*ln 

- * subohsptar 9 of FRM Chapter 315,. '‘Probation on Initial Appointment to a Supervisory 

or Managerial Position.*' 

b* Categories of Managers . For any level of management, three groups of people can be iden- 
tified who may have different development requirements: 

(1) Incumbent executives, msnsgsrs, and supervisors; 

...C2). Recently selected executives, msnsgsrs, and supervisors (l.e., those for whoa the 
\ . - nature of their new position is substantially different, ms described above)} end 

r (3) Individuals with the potential to. become executives, aanagers, snd supervisors when 

vacancies occur. 

I ' c. Target Groups . . 8y differentiating target groups using these criteria (snd other relevant, 

agency-specific crtterla), agencies can define development needs more appropriately. The needs of 
the new supervisor ' can be distinguished from those of an incumbent supervisor or a new manager. 
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FP 1 CK\?TER 1 2 

SU CHAPTER 1. EXECUTIVE, MANAGEMENT , AND SUPERVISORY DEVELOPMENT NICIES 

1-1. Executive, Management, rod Supervisory (£-M?-S) Development . 

Throughout the Federal government, serving the public interest requires management excell eece 
~ managerial behavior that results An the successful implementation of agency policies and programs. 
Executives* -wanagmrs, and supervisors constitute the management team in Federal agencies* 
tathing the quality and efficiency of Federal programs depends on the responsiveness of an agency’s 
management team, since its members direct the agency's employees who administer those programs. 
Achieving and sustaining management excellence within a management team requires that an agency 
ensure appropriate levels of expertise among its managers through management development, which 
recognizes that the competencies required of successful managers ere generally distinctive anrf may 
mot have been acquired in the circumstances of a specialized career - or technical occupation- 

a. Purpose of Development . ^ development is a systematic process whereby executives, 

managers, and supervisors achieve mm nagement excellence by .mastering the competencies that will 
allow their organizations to improve effectiveness and efficiency while responding flexibly to aej 
demands. The development of executives, managers, end supervisors Is not a remedial process bate 
positive strategy to increase excellence in government. 

b* Management os a Trofessltm . - "The . was t majority of managerial: "positions are filled dry men 
and women me let tad because of technical qualifications demonstrated in a specialized profession Dr 
career field. The nature of managerial competencies, however, matahl tshes management as a distinct 
Ptcond profession fof which the technical competencies of the first pro fees ion become collateral. 
JChe managerial role ehs t be prepared for with careful deliberation and analysis. Recognition of 
tte'Heed for add l tin* 1 preparation in this "second career"" Is the '"basis for the required proba- 
tionary petlod for newly appointed' supervisors and managers in the competitive service, and the 
requirements to develop members of and candidates for the Senior Executive Service (SES). 

1-2. Legal and Regulatory Basis . 

Policy and practice in the area of E-M-3 development are grounded in a synthesis of three 
separate but complementary afmas of. statute and regulatidn concern lag training, probationary periods, 
and management development. 

a. Executive, Management, and Supervisory Training . 5 USC 4103 requires agency heads to 
establish training programs to increase economy and efficiency in the operation of the agency and 
to raise the standards of employees' performance of their official duties to the maximum possible 
level of proficiency. More specifically, 5 CFR 5410.201 requires agencies to review short- and 
long-term training program mmeds by occupations, organizations, or other appropriate groups. An 
agency's management team of Its executives, managers, and supervisors represents one such group or 
occupation for whom these standards of performance and training needs must be addressed. 
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X-H-S development programs can then be tailored to increase their accuracy and impact. Figure 1 
depicts these management levels and types of people and shows, how career progression occurs across 
the management levels* 

Figure 1 . 

THE FEDERAL MANAGEMENT TEAM: 

TARGET GROUPS FOr, DEVELOPMENT, 

RECR»JI»E!iT SOURCES, AND CAREER PATHS 


types oMtont 


□ 


MCUMMKTS 


VCfMT 

AmxMt 



NOTE: Each arrow represents input to the levels on the management team; width 
of the arrow indicates relative frequency from each recruitment source. 


W. Agency Roles * 


Agencies must take the Initiative to ensure their own management excellence. At & mini mu-, 
they should design and, administer effective E-M-S development programs that conform to the sped fi- 
. mm tione outlined in. section 2*1, using 0PM services and assistance as needed, beyond that, -however, 

agencies should foster management excellence by establishing an environment where it is expected, 
developed, recognised, end rewarded. 

1-5. 0PM Role . 

OPM* a role la to provide leadership end direction to Federal agencies as they move to ensure 
management excellence within their management teams* This leadership involves setting policy and 
offering guidance for the development of executives, managers, and supervisors, while monitoring 
the Federal government's progress toward achieving management excellence. 0PM will fulfill this 
role in partnership with the agencies by making a full range of services available for use as 
needed (see section 2*2). 
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.. SnCRAPIZR.^ • JXVSLOMENr MOOUM UEQUliLIENTS 

* 

. 2*L Gtatrai Imrttwiima 

Agency B-H-S development progmi must: 

• U iftee Jp»S yiltloM «v jirt of » distinct- necanrf prof— elan with taaptfncy rtqdrc* 

^maatm tey a ad ttot of a specialised occupational field. 

b. lesue a ststeeent of tha agency's policies and strataglaa for achlavlng th« management 
excellence goal that bast addrassas tha special features of tha agency's mission and personnel 
needs at all organisational levels. This policy stataaant should be tha priaary vehicle for com- 
taasslMtftg ifar agency head's ■ coaaitaaat a the “second profession* concept, sad tha /ending and 
■staff levels o aa d a d - xa oaet tint goal. 

• • * / . . 

«. Ensuxa that tha. development' program! x) for mxacntlvea, managers, and supervisors are 
closely coordinated to provide coaalataacy, build job a. . c om m o n jc oepetonc y haaa, and -minimise overlap 
. and annneaasary. coats.. Sinca lxacotivo- laaourcas Boards (ERB's) have specific operating responsi- 
bilities under 5 CF» 1412.107 for -ngoncy executive nod management development programs , they will 
. fae the decision-making bodies that can assure this requirement is ant through thelx strategic aao- 
s|Msnt si n cohesive development system for mm agency's total oansgaaent team. 

. V d* -daaaas: individual. mad agency developaent needs farexscntlvms, aanagars, end supervisors 
. tm. Caras, of dsaxcapetmocime mod- chaxmctariAtles required ot maeta oenagarlel level for the success- 

- fnl lapleoenferlgn af pollctss aad peogram Initiatives. . 

r a:, tarngntie £bm npm e. jfi*****^ aZ -identify jgg~-ead meeting lad*ridaai~ davalopaairt -needs 
' earn person eakas critical • career transitions to become s aw supervisor, one manager, or earn 
executive; end astnbliah easting those needs as an ngoncy priority. ^ 

f. include both initial and- continuing davalopaant of executives, aanagars, and supervisors. 

g. Identify and plan for both short- and long-term agency management davalopaant needs using 
. pro jec tad workforce require merits and potential changes in agency mission and goals. 

‘Consider a v mrlm ty of developmental approaches msdmtratmgiop (formal trainings m e ntorin g, 
: r coac h i ngs rotational assignments, special work projects, long-term education and training p rogr ams, 
ate.) in dataralnlng tha bast and aost aeonoeical method of fulfilling individual development 
needs. 

1. Operate in a manner that ensures their full integration with the agency’s other personnel 

- aeasfoeeat programs and systems, nuch as recruitment, selection, compensation, performance manage- 
ment, affirmative employment, * position m&negmment, 'and forecasting aanagarlal ' resource needs. 

jV latablish mn evaluation system “to: assess both program and individual success In. terms of 
agtncy-developed criteria that address program cost, prograa lapect on organize tlooel and individ- 
ual performance, end the extent to which other personnel subsyeteos ere effected end strengthened. 


Sanitized Copy Approved for Release 2010/01/07 : CIA-RDP87M00539R003205240002-1 


Sanitized Copy Approved for Release 2010/01/07 : CIA-RDP87M00539R003205240002-1 

Attachment 1 to Letter 412- 4 (7) 


■2-2, 0PM U»d«t>hl£ Responsibilities and Ssrvlcss . 

To carry oof it* Dbllgetloat fender statute', 0PM is responsible for. providing the following 
guidance and assistance: 

a. Designing an E-M-S dovelopaont -approach that peralts tailoring systoas and progcaas to 
specific agency and individual needs,, while still ensuring that the overall E-M-S development needs 
of the federal government are net. - ■ 

Providing technical advise and assistance to agencies on how their needs add 0PM* s expec- 
tations can be aet. 

e* Developing and aalntslnlng a competency-based aodel of effective performance for Federal 
executives, managers, end supervisors. 

- -r d. Providing methods and .services ; for the systematic assessment of . S-M-S . deealopaaent 
needs for ngencles , g r ou p s , and Individuals. 

Developing :.wiid maintaining a opdoswlde^. competency-based curriculum for Federal execu- 
tives, aaaagers, and supervisors. 

f: Conducting ongoing dovols y s n tal efforts jslth agencies- to Identify end promote new msnage- 
aent techniques end practices and to Incorporate these into E-H-S development. 

I- g. ^Monitoring the performance -of agency E-M-Sdaveloyasnt progress. 

•■j’.'h*;.. Shoring taforastlop with rmgenclesr'oo ths reaalts of OM sad other agency efforts to 
achieve es n s g ses n t encelleoce in g o ver n m en t. 

i* Fppvidijig regulataap o*d PM guidance as appropriate. 

Prnfo ms MonltorHet end Evaluation. 

The boot interests of tits ''Moral governaent, as well as specific provisions 7of statute 
DSC 3396(b) ) end regulation (5 CFR 1612.105) require that 0PM and the agencies work together 
to evaluate the benefits end coots of tbs E-M-S development programs in Podorol ogonclos. 

*• Agency Eoqfelrononta . Specifically, agencies ere required to: 

<1). Maintain adequate documentation of program, efforts sod costs to demonstrate that 0PM 
and agency E-M-S development policies sre'tMing impl amen ted; and 

- : t„ -U) lubmlt progrum l n f orm e t j on to.‘ OP*. men ro gues ted to assist in governs an t-wlda evslne— 
tied effort*. 

b. 0PM Responsibilities . 

(1) 0PM will snslyxs Todersl E-M-S dovelopmeat progree trend* and eceoapllshmtnts using 
•vailable data base systeas, results of periodic onsite agency reviews, and feedback, 
free agencies received as pert of E-M-S development progmm assistance. The results 

. Af these analyses will -be shared with agencies and for* the bosls for OPM policy, 
loodorahlp initiatives, -and roqulrooeots that may be astahllahsd to assure the 
• development of aenagememt excellence lo government. 

(2) 0PM will continue to work with agencies to implement the requirements of 5 CFR 
Part ‘412 fen executive end management development. 
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- sdbcbaftir 3- specific b-m-s development programs and provisions 

. .H* ' Pmvtlopmstrt Trngrmma for Specific Management Levels: end C areer Trenhltlons. 

^ ihK ' iffwlopMnt ptfl|mr iccwiHm tP'thm yttactpli» '«nd requirements outlined 

lathU chop tor, iftnelo will produce cohoront, integrated ays toss that identify end address 
dereloyent mmsitd ’ *** fy management terms - with activities tailored to appropriate 

- p-nip mttSOM those team. Such subgroups are already Identified to some degree by specif ir prori- 
* gloat in law and regulation. Examples of these subgroups end soae or their relevant program and 
developeent considerations ere Hated below. 

a* Supervleort . Consistent with 5 CFR 1410.201(e)(3) agencies should consider supervisors 
me • groap end project their short- and long-term training program needs. 

' jjj -par raw fintrliaa supervisors, ptttlmltr attention should be p a id ~to developing 

a ppro priate mmuageaent * competencies and character is t ics for t hi s initial stage of 
their "second career".. Primarily, this involves basic supervisory skills, arid 
. • .v affective communication and iatarparaonal ralations. In addition, howavar, an 
eadaratandlng of ttaa Federal management role in general and tow individual managers 
contribute to achieving management excellence provides an. Important frame of refer- 
*- ameer for their new career.. 

(2) Incuabent supervisors ■ should maintain those specific tmchnlcml or professional 
* - comps tsneiss that continue to play a major role in their effectiveness on the job. 
v '..i. gmyoad -this, longer- tenured supervisors should develop advanced skills In guiding 
- V A-.aad -wil torfmg auhordiemtea, including leadership skills iar taking actions to direct 
V their work baits toward achieving results. Also, they ehould stay currant with 
,r» 4 over as a n t-wlda Initiatives that ieprova basic adeinietrative.-nnd resource manage- 

amah ays teas.. -V , . J.. 

-\». v frrt * 4U . 1$3 (a)(3>r Sad i<X2 . lOTte^ rsqalss agmuc to to mstsbliahslther open 

.•^s^taagaaaaR develop ^nt syateea or.^leCLfia ibai^aaanr.-deselppaaa’r.-npbds^ -<ov. bothMur -iheiwbmht . *■ 
baugen and specialists ldantlfSad as having eanagsaent potential at gradai GSfCM-13 through 15. 

To further progress toward affirmative employment goals, agencies aay lndudt employees st the 
GS-12 level. Under 5 CFR 1412.107(e), agency ERB's provide the overall planning end management of 


these programs 

( 1 ) 


New managers will need development aimed at providing that increment of management 
competencies and characteristics their broader Job responsibilities require. They 
—a * ciffr understanding of thoir moro direct rola in Implomonting- national poli- 
eims- amd programs and it*- relation to su pe r vi sory and eeacutivm behavior. They must 
rethterpret end mdjoSt ' their mxiatioga skills and attributes to moot ********** of 
this new role. Soae new areas of competency aust be acquired, especially in func- 
tions like planning end evaluation, end this management level often requires new 
coape tencles for managing resources affectively under various central management 
agency policies and programs. Finally, attributes like tenacity, flexibility, ini- 
tiative, end vision must be cultivated end applied in new settings. 

(2) - Incumbent manager, will need to keep abreast of tschnologlcsl change s * od J* 1 ***" * 

'policy end program initiatives. Those who make career transitions within this level 
(e.g., from staff to line positions or field to headquarters locations) will need to 
assess the requirements of their new positions end develop hew skills or broaden 
their existing skills further. Senior managers, too, need updating end advanced 
’practice in the behavior that has supported their management excellence in the pest. 

(3) Management candidates who have nevsr hold e supervisory position, i.e., specialists 

( ’ Identified as having - management pdtantial, may nead opportunities to assess end 

develop their baric supervisory skills. 
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c , Executives . The law is clearest on establishing agencies* obligation to provide sys :.«•*- 
-Stic davelqpment for and within the SES. The responsibility for developing SES members is shared 

by the individual executives mod their agency ERB’s. 

fir Incumbent SiS Timbers. - (a) * 5 OSC >3?6(.) and V CPR 1412.103(a)(1) retire fancies 
to establish program for ■'the continuing development of SES members. The most 
effective executive performance combines highly developed management competencies an 1 
characteristics with an up-to-dato appreuiation of the environment in which those 
skills cen be applied to serve the national Interest. Thet environment is a highly 
comp lex world of constant change. -Executives mast be knowledgeable about such areas 
- as: technological developeents , new legislation. Innovative management practices, 
end current policy end program Initiatives. The SES individual development plan 
(1DP) can serve as the prieary tool for ensuring exeeutivus maintain currency in 

appropriate areas. must include the preparation, lmplemen cation, and regular 

updating of an 1DP for each SES masher. The IDP requirement may be mat by appending 
e brief listing of developmental objectives and specific proposed developmental 
i activities to each senior executive's annual performance plan. Bn elaborate peper- 
morh eys tea in not needed. The T BP should focus on assessing personal competencies 
ag ainst the competencies taiquired <o* Agttmm performance in the current^ s pro- 
spective position, especially those required for implementing national policies and 
prdftaa initiatives. Ths ttB eust approve eacV plan. 0PM encourages agunclss to 
um the • ISP -Ae- *' planning device to derive optimal performance from. bo th SES members 
and thelrorganiaetlons. 

(» SB Candidates. flndeg • > OSC 3390(a) and 5 CPU 0412.103(a)(2) and^ $412. 107(c), 
agencies with positionrin the SES ere enquired to establieh programs for the dhvel- 
opment of ‘ candidates fox the SES. Agencies should focus prlaarily on individuals 
<..■+ beiatr tte SES, at the; GS/GM-15" level*- Agency Bi’s provide the overall alrec- 
• -x tlan and: management nf thebe proprams. Section 3-*2dascrihe* these programs more 

- specifically* 


th 


,-v- 


>42. SB Candidate •gevetopman t Programs . 

jfQTEi Becduee' of it i epeoific statutory responeibilities concerning the imple- 
• r' : mentatim of SES ’^candidate development program in agencies, dW took~a strong 
i pole in designing f*i« requ&smsnte for' th"* program The r elativ e volume o. 

guidance? provided for thie pngram, compared with other ■ progym ami gyupe 
listed in section V-I, ehoulS not be- interpreted ae an indication o : the lev*. 
of importance 0TH places on- any of these program. Hany organisation*, using 
projected vacancies ae a planning tool in designing and prioritising development 
pr ogr a m for the total -management team, could determine that the development o. 
their supervisors and managers has a higher resource priority. 

-a. Recruitment . . 

<i) Recruitment foa SES candidate development programs Is the (ix*i%t*v in * 

end development process thet can result to appointment s© tto SB. As * ix 
subject to eerit stiffing procedure* equivalent to those used for f 12U»s 
positions. 

(2) Agencies may establish dual programs for SES eandldsts development, with »PP r 0P^ a “ 
recruitment procedures for each. One program would be for developing candidates 
serving in career or career-type positions. Ths other would be for developing can- 
didates selected from outside the Federal government end/or from employees serving 
in other then career or career-type appointments within the civil service* 

b. Development Requirements . 

fl) Individual Development Finn. Each participant in a SES candidate development pro- 
gram must hew an IDP .'proved by the appropriate ERB. The IDP eust ldentlfy tb* 
developmental experiences designs* to provide competency in the' executive activity 
areas considered in ths executive qualifications review process. 


* 
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( 2 ) 


( 3 ) 


' v r* :.,v 


- fScrnSS—* Ex P* rl<ncc - E «h IOP oust Include pertlclpetlon In • current 

“ :53=^-suss^isis arsRsus; 
w-sas^»a-s^rstitafssssr“ ■—• - 

Utfr L '*’^'.2!" *' Prtv * 1 »' PW b, ..„dl.g . 

•bo,.. blM u fhfiute ootH-J 

Assistant Director for Training aind Development 
0«S« Office of Pereonnel Managaaaent 
, .1121 Vermont Avenue, NU 
• «*ta»**it*tan t TJuX. 20044 

«d * P ~« r “ “ 1 °"»* r <*» »*U fclnd 

Wl till ; r €msl4ftr: Individual «x«tptloti« ta thli rtnlrtMnt 4 howivit opm 

an S-'-«oIeI»tMi4*i, ^ .**• **»l«or*e effectiveness depends greatly 

. _”* c ®*P*tibU4ty of the. individuals, agencies should try to Involve both dandl- 
.2?. nd ,h.„ ,.1UU1, i.u„ln id..*,, or ^ 

Advisor* Should .provide: a. bro*d*.lon*-t*m perspective me . iSS 
•h^night n>nnt t heptjsolsatlo^s •auageeent; help candidate* p*£fe IDP*« hjlp 

^:**^* <* ^aa didatsVs progre.sv Agtocles 
^ ^ **»' • nn , <hm Mf ttdan properly 


«♦ Certification. 


<b) 


<1} j!!! *“ successfully conpleted an OPM-approved executive development 

2eHlfv’t2\!3S ^ "‘ n * ■“**“ *° r * qu * ,t **“ Qualifications Review Board (QRB) to 

SJ «« «b.u‘^ d “ di«™, 8K - «» 

(a) A conpleted 0PM Pore 1390, "Executive Personnel Transac tion Pore"; 

— m *£w **1 *5" 2“ irp * r,on * f th * «M«y . ESB, containing: 

M ; bvi%i appraiaal of tha g ra dnat a 'a #arformaoca da rlai tha aromi 

activltiuV** that ladla,id “ 1 - bu* successfully completed *11 IDP 
th ® location, and date of the OPM-approved training exparience, 

•Da 

th« CRB's approval of tha aubolaaloo; and 
tancv P Jr.°/ th * IDP llnklng th * c ®"Plst«<l developmental activities with tha 


(c) 


U) 


(31 


SES competency areas. 

• bo ¥ i f Abe document package to dts SES ngency officer at: 

.<■•' Office of Executive Personnel 

0,S« Office of Personnel Management 
1900 E Street, NU 
Meshing ton, D.C. 2041S 

2^. C TT ^ 1 c * tlon ot so individual based on successful completion of an SES eandi- 
tJ^hJ SES°fori VL°rV*f W r *'“ ln V * lld •* * bMl * for lnltU1 ««« appointment 
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